This paper draws on British Council commissioned research in response to concerns about women's absence from senior leadership positions in higher education in South Asia. The study sought existing knowledge from literature, policies, and available statistics and collected original interview data from 30 academics in Afghanistan, Bangladesh, India, Nepal, Pakistan, and Sri Lanka. A central finding was that gender is not a category of analysis in higher education policy, research or statistical data in the region. Our interview data suggest that leadership was frequently not an object of desire for women. Being associated with particular types of masculinities, leadership often carried a heavy affective load for those women who transgressed patriarchal socio-cultural norms and disrupted the symbolic order of women being led by men.
The Knowledge Economy and the Asian Century: Does Expansion Mean Inclusion?
South Asia is characterised by its expansion of higher education (HE) systems. As in the Global North, there has been a movement from the planned scarcity of higher education to a demand-led and claimed form of citizenship. The citizen is now constructed as an economic maximiser, governed by self-interests as well as aspirations for nation-building and wealth creation (Biesta, 2006) . Economic growth, the resulting enlargement of the middle class, and global interconnectness mean that higher education increasingly represents entry to the good life, and in Asia is often equated with providing citizens with higher incomes and more fulfilling work (Bhandari & Lefébure, 2015) . Knowledge is understood as a form of capital, and capitalism is increasingly about services, or higher-order production rather than production of goods (Deleuze, 1992) . Knowledge is linked to individual and social advancement. It is a national economic asset that is believed to drive innovation and competitive advantage and also an insurance against personal poverty and a passport to social and geographical mobility.
While there is much discussion about the power of the Asian Century in the knowledge economy (Ong, 2006) , South Asian universities currently do not have any universities in the Top 100 in international rankings/ league tables. Consequently, quality, rather than equality dominates policy discourses in this highly aspirational region, with the priority to raise standards and compete more effectively in the global marketplace . League tables, as installations of power, brand and stratify institutions and are a major influence in the definition of the field of higher education, offering positional advantage, esteem and material rewards in the form of student recruitment and research funding. It is important to ask what league tables do not measure. For example, a notable silence is any data about gender equality, as this is not a key performance indicator in the global academy (Matthews, 2012) . Gender, in South Asian higher education, appears to be a disqualified discourse in policy unless it relates to female students' participation rates which have played a significant part in increasing overall enrolment rates in the region.
The population size of this region makes it a major higher education market. The six countries in this study account for 25% of the world's population (EIU, 2013a) . It is estimated that there are currently 31 million undergraduate students in tertiary level education in the region-a participation rate of 43%, of which 13 million are women (EIU, 2014b) . Ramachandran (2010) suggested that there are 74 females enrolled in tertiary education for every 100 males. The expansion is largely attributed to the rise of the middle classes in the region, with increasing aspirations for higher education and professional lifestyles. Other features include the expansion of private higher education institutions, increasing school enrolments, and the development of womenonly provisions including the Asian University for Women (AUW) in Bangladesh and the Fatimah Jinnah Women's University in Pakistan (Morley & Crossouard, 2015) . This paper reports from research conducted in 2014 into women's leadership in higher education in South Asia, focusing on six countries, Afghanistan, Bangladesh, India, Pakistan, Nepal and Sri Lanka. After describing our research methodology, we present an analysis of relevant literature and available statistics for each country. We then draw upon the interview data to highlight the heavy affective load for women in leadership positions, and how this obliged them to negotiate and navigate a range of ugly feelings (Ngai, 2005) and toxicities that depleted aspirations, well-being and opportunities.
Methodology: Creating Knowledge from Sounds and Silences
Our research utilised three methods of data collection: critical review of literature and policies: statistical analysis of available datasets, and 30 semi-structured interviews with academics (19 women and 11 men). We sought statistical data, not out of 'method anxiety' (MacLure, 2013:664) that suggests an emerging 'disciplining' of qualitative research and a repositivisation of the field and consequent remarginalisation and mistrust of qualitative work (Lather, 2013) . We are aware that gender cannot be reduced to number and that it is a verb as well as a noun i.e. we do gender via everyday transactions and relationships. Gender equality is not just about increasing quantitative representation. However, we needed to get a sense of the scale of women's (non) participation in leadership. Hence, our research assembled both tabular and textual elaborations. The literature and policy review and statistical analysis highlighted multiple silences and absences of data e.g. lack of gender disaggregated statistics or attention to gender in higher education policy or research studies. We are not advocating a descriptive turn (Savage, 2009 ) that suggests people can be made more knowable and govermentable via the collection of digital data. We are suggesting that the silences in the statistics and literature suggest a lack of policy or research attention to gender in relation to leadership. In this sense, there is a relationship between political economy and knowledge production. The knowledge economy, while presented as an economic conceit, is deeply embodied and frequently insensitive to gender differences (Walby, 2011 ).
Women's Leadership as Continuing Absences
A finding of the study was the lack of systematic national-level data gathering across the region on women's leadership of higher education. Before turning to a review of literature and available statistics for each country context, we first present a review and secondary analysis of relevant statistics from previous studies. Three surveys of women academics in Commonwealth Universities were reported by Lund (1998) and Singh (2002 Singh ( , 2008 , with Singh (2013) and Singh & Garland (2013) 
Higher Education in the Six Countries: Gender Gaps and Generating Growth
While women's under-representation in leadership is a pattern across the six countries in this study, the higher education systems vary significantly. In Afghanistan it is reemerging from conflict-torn damage to its infrastructure and human resources in the 1980s and 1990s. It is a case study of a fragile state, dominated by the logic of securitisation (Newman, 2009) . Education attainment levels declined and now higher education enrollment in Afghanistan is one of the lowest in the world at 3% (World Bank, 2013) . Women comprised 19% of all students enrolled in public universities and higher education institutions in 2012 (MoHE, 2013) . It is estimated that there are 19 public universities and 12 public higher education degree -awarding institutes and approximately 68 private higher education institutions (MoHE, 2013) . The EIU (2014b) suggest that the proportion of women Vice-Chancellors is currently 0.04%.
Afghanistan is unranked in the 2014 Global Gender Gap (WEC, 2014), but is cited as being the third worst country in the world (149 th out of 151) for gender parity in a parallel ranking (UNDP, 2014).
The higher education system in Bangladesh is characterised by expansion of the private sector. Of its 87 universities 32 are public. There is an 11% gross enrolment rate, (GER) described in UNESCO Bangkok (n.d) as one of the lowest in the world; they also report that only 31% of students at public universities are female (excluding the National University). The EIU (2014b) estimate that currently 0.01% of ViceChancellors are women. However, there are no women Vice-Chancellors at coeducational public universities, only one at a co-educational private university, and one at a women-only university (EIU, 2014b) . Bangladesh is home to the Asian University for Women (AUW). This is an independent, international university for women. Currently, students come from 12 countries in Asia and the Middle East.
Bangladesh is ranked 68 out of 142 countries in the 2014 Global Gender Gap Report (WEC, 2014) .
India is one of the global economic rising powers, reflected in the development of scale and complexity of its higher education sector (Altbach, 2013) . India had a nine-fold increase in planned higher education expenditure between 2007 -12 (EIU 2013b (2010) reports the existence of 6
HEIs in Nepal, with 3 more about to be opened. The GER is 14%: 18% for males, and 11% for females (UNESCO Institute of Statistics, 2014). When gender is mentioned in higher education planning, it invariably relates to the need to increase access for female students. As an emerging sector, higher education in Nepal is now characterised by expansion (Sijapati, 2005) . Glencorse (2014) reports that in 2013 a massive 370,000 students enrolled at Tribhuvan University. The government's focus is on quality enhancement and scientific research and development. However, Sri Lanka has 15 universities (public) and a 16% GER. More women than men are enrolled at the undergraduate level (54,000 women and 38,500 men at end of 2011).
Gunawardena (2013) Explanatory frameworks for women's absence from leadership in the global academy have included the gendered division of labour, gender bias and misrecognition, management and masculinity and greedy organisations (Morley, 2013) . These themes emerged in our interviews. However, we found few studies in South Asia that focused specifically on women and higher education leadership, with the exception of Pakistan. Leadership discourses were frequently posed in the gender-neutral language of the knowledge economy with the emphasis on quality assurance, good governance, internationalisation, the digital economy, widening participation and concern for development of capacity in science and technology (STEM).
The studies that did exist were often small-scale and unfunded inquiries. However, they highlighted issues at macro, meso and micro-levels. At the macro-level (society and policy), a theme related to structures of inequality. Gender inequalities in women's academic career progression were seen to intersect with other structures of inequality including social class, caste, religion, ethnicity and language. For example, Sijapati (2005) argued that the mass expansion of education in Nepal without giving due consideration to the issue of accessibility to disadvantaged groups, has meant that instead of reducing social cleavages along gender and caste/ethnic lines, educational attainments have only helped reinforce traditional hierarchies. Considering the scale of Indian HE, there are surprisingly few studies that highlight gender (Agarwal, 2013; Bal, 2004) . However, Chanana (2000) discussed gender inequalities in women's participation, up to doctoral level, the wide regional disparities, linked to caste, ethnic group/ language, religion, and wider socio-cultural barriers associated with these structures. Chanana (2003) Family featured in the literature, as an enabler-especially where social capital, class/ caste privilege, and support intersected with educational and professional opportunities (Rab, 2010) . Family was also a major constraint. Ghaus (2013) reported that women managers in HE in Pakistan encounter both familial and organisational barriers. Shah's study (2001) also suggested that the primary identification of women is with the private, domestic sphere, stereotypically associated with caring/nurturing family roles, and that women leader respondents took up these norms. The societal attitudes to women in HE management from this study were also reported in Khan (2013).
At the Meso-level (institutional), issues raised corresponded to concerns in the global literature including how organisational cultures and institutional practices are patriarchal and discriminate against women (van den Brink & Benschop, 2010) . This refers to their unfriendliness to women and women's needs and extends into concerns in some cases about gender discrimination and gender violence on HE campuses. In Sri Lanka, Gunawardena (2013) , Goonesekere (2013) and Wickramasinghe (2007) report major disquiet about gender-based violence on campus. Women's mobility and well-being were seriously constrained by the existence of physical and symbolic violence against women
Recruitment and selection problems were widely reported (Agarwal, 2013; Bal, 2014; Glencorse, 2014; IFUW, 2013) . Batool et al. (2013) conducted a quantitative study of women's representation in HE management in Pakistan and found that structural factors such as lack of mentoring, networking, discriminatory selection and promotion practices and gender equity are barriers to the career advancement of women.
Appointment and promotion processes for leadership positions were critiqued for their political and/ or precarious nature, their lack of transparency and gender biases.
Women only spaces and the preference for sex-segregated education in some contexts less engagement in university activities and were given fewer roles to play.
Compared to men, women (students and staff) [had] less access and opportunities at the universities' (p.18).
The overwhelming association of leadership with particular forms of masculinities also meant that leadership was frequently not an object of desire for many women in the region.
Where are the Women?
The absences in policy and literature were mirrored in uneven availability of statistical data, and discrepancies across the data that were available. (Morley & Crossouard, 2015) .
Ugly Feelings: Patriarchy, Power and Propriety
Unlike our statistical review, the interviews generated a wealth of rich and original data. We are aware that qualitative research is not epistemologically innocent and has also been subjected to critique in relation to representation, explication, interpretation and categorisation (MacLure, 2013) . Debates on post-qualitative representational logic have problematised the trap of representation as a stable real (Jackson, 2013) .
However, we noted that our interviews revealed multiple engagements with the concept and enactment of leadership. These were often informed by affective considerations e.g. women's anxieties, fears, and resistance to the roles in their current form. These corresponded to Ngai's (2005) and these were often posed in the vocabulary of the affective economy (Ahmed, 2004; Morley & Crossouard, 2016) . While some identified power, recognition, influence, making a difference and financial rewards as attractions, the majority of female participants associated leadership with the affective burden of dealing with conflict and negativity in competitive professional and patriarchal cultures. Those women who had become Vice-Chancellors or Pro Vice-Chancellors described how they had done so with no formal leadership development or preparation for the task. They had also negotiated a range of hostilities and negative power relations throughout their careers.
There were numerous observations about toxic organisational cultures, occupational stress and interpersonal tensions as a consequence of being a woman in seniority.
Patriarchal social structures and cultural practices served to limit opportunities and prescribe women's roles in all countries. The gendered division of labour, with women responsibilised for the domestic sphere was widely discussed. It was assumed that women would be distracted by family responsibilities even if they were single and child-free. A female Vice-Chancellor in India describes how this prevents women from participation in public life: Authority does not stick to women (Ahmed, 2004) . A potent symbolic order exists in which women must never overtake or lead men. If they do, this provokes a range of ugly feelings, as a female Dean in Nepal outlines:
The men they also do not like the female to be a leader, that I have also faced the problem…They want to see the male as the leader, not the female.
The male as norm was widely discussed. A female Vice-Chancellor in India comments on how, as a young academic, she was seen as having usurped a male entitlement to a job: The challenges described above outline how institutional processes and practices are designed and executed in relation to male norms -something that gendermainstreaming policies attempt to address (Morley, 2010 As the above narratives suggest, toxic relations and dealing with ugly feelings were a source of stress and anxiety for many of the female participants in the study. The symbolic violence and lack of confidence in their leadership abilities and potential and the desire to keep them in subordinate and often sexualised positions, corroded their sense of self-efficacy and represented an additional burden that depleted their energy and aspirations.
It happened to me when I got my first job. I was all of twenty-three years old and I got a job in a college

In Conclusion
Our study discovered an overwhelming absence of statistical data in the region on women and leadership, with most countries, with the exception of Sri Lanka, not keeping or reporting systematic disaggregated staff data. It also found that gender was an absent category of analysis in most of the higher education policy documentation in the region. When gender was included, it related to students, rather than to staff.
There was a lack of substantive scholarship and research on the topic of women and leadership in higher education in the region. The studies that did exist were largely small-scale unfunded postgraduate inquiries.
We conclude that women's absence from seniority is a complex combination of factors. A key question is whether women are being rejected or disqualified from senior leadership through discriminatory recruitment, selection and promotion procedures, gendered career pathways and exclusionary networks and practices in women-unfriendly institutions or indeed whether women are refusing, resisting or dismissing senior leadership and making strategic decisions not to apply for positions which they evaluate as unattractive, onerous and undesirable. Our study found that women are not being identified and prepared for leadership. There is also evidence globally of the misrecognition of women's capital. When women do aspire for leadership, they are often rejected from the most senior positions (Jarboe, 2013; Manfredi, 2014) . However, we also found that many women academics are reluctant to aim for senior leadership and perceive the affective load and the management of ugly feelings that it entails as an unattractive career option. While some women are entering and flourishing in senior leadership positions, they are few in number and need to make strenuous efforts to integrate into male-dominated communities of practice (Burkinshaw, 2015) . Without wishing to essentialise women or their contributions to organisational life, we suggest that there are consequences of women's under-representation including depressed employment and promotion opportunities, democratic deficit, under-representation in decision-making fora and the reproduction of cultural messages to students, staff and wider society that suggest that women are unsuited to leadership. There is an urgent need to re-vision leadership to make it more attractive and hospitable to women and men, rather than focusing simply on counting more women into existing highly masculinised and patriarchal systems and structures.
